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1
Table 1 Means standard deviations scale reliabilities and correlations
1 (N=268)
1 2 3 4 5 6 7 8 9
1 1.621 | 0.768 |(0.823)
2 2.436 | 0.876 [0.536** |(0.877)
3 0.627 | 1.007 |0.268** | 0.144" |(0.975)
4 ( ) | 0.224 | 0.590 |0.163** | 0.047° [0.634** |(0.906)
5 ( ) | 0330 | 0.759 |0.131" | 0.040" |0.670™ |0.688** |(0.931)
6 ( ) | 0.270 | 0.686 |0.150" |0.193** [0.352** |0.541** |0.479** |( 0.948)
7 ( ) | 0.509 | 0.861 |0.062" |0.179** [0.395* |0.528** |0.541** {0.630** |( 0.940)
8 3.101 | 0.826 |-0.148" | —0.003 |0.258** |0.157** | 0.133" | 0.088 | 0.064 |(0.857)
9 2.980 | 0.512 [0.349** |0.432** |0.264** |0.159** | 0.093 | 0.130" | 0.086 [0.417** |(0.806)
2 (N=198)
1 2 3 4 5
1 0.552 0.713 (0.932)
2 0.386 0.583 0.194** (0.778)
3 0.102 0.276 0.232** 0.325** (0.709)
4 3.408 0.563 0.561** 0.153" 0.126 (0.756)
5 4.387 1.004 -0.140" -0.036 -0.176" -0.435** (0.886)
c1L o 2.7 p<0.05 *F p<0.01.
1 2 1 (B=0.121 -
(B= 0.018) (8=0.125—-0.017)
0.275 p<0.01); 3 5 4/5 8/9
(B=0.376 p<0.01; B=0.228 p<0.01) 7 9 (B=0.126—0.119) (8=0.193—
0. 182)
(B=0.518 p<0.01;8=0.344 1 .
p<0.01) ; 2/3 6/7
2 (N=268)
Table 2 Hierarchical multiple regression of the hypothesized mediation ( N =268)
( ) ( ) ( ) ( )
1 2 3 4 5 6 7 8 9
0.841 0.149 0.066 0.651 0.601 0.367 0.253 0.263 0.188
0.044 -0.004 -0.020 | -0.014 | -0.024 0.018 -0.005 0.032 0.017
0.042 0.056 0.040 0.044 0.035 0.045 0.024 0.108 0.094
0.081 0.060 0.030 0.186 0.168 0.093 0.051 0.174 0.146
-0.116 0.025 0.068 -0.102 | -0.076 | -0.020 0.040 0.061 0.101
0.081 0.025 -0.006 | -0.038 | -0.056 0.029 -0.013 0.098 0.070
0.275** | 0.121** 0.018 0.060 -0.002 | 0.125" -0.017 -0.030 | -0.124"
0.031 -0.029 -0.041 | 0.126" 0.119" -0.020 | -0.036 | 0.193** | 0.182*F
0.376** 0.228** 0.518** 0.344**
R? 0.082 0.039 0.413 0.063 0.165 0.026 0.457 0.064 0.212
AR? 0.375** 0.102 0.431** 0.148**
F 3.372 1.509 23.054 2.513 6.472 1.002 27.578 2.574 8.798
c L B ;2.7 p<0.05 ** p<0.01.




(B=0.126 p<0.05; B=0.146 p<0.01)

3 (N=268)
Table 3 Hierarchical multiple regression of the moderating effect of psychological contract breach ( N=268)
1 2 3
0.841 0.561 0.808
0.056 0.034 0.051
0.041 0.072 0.110
0.007 0.006 0.060
-0.083 0.025 -0.059
0.321 0.287 0.338
/PCB 0.239** 0.266 ** 0.232**
/PLS 0.034 0.083
INEG 0.260 ** 0.175™**
PCB* PLS 0.137"
PCB* NEG 0.147**
R? 0.177 0.248 0.318
AR? 0.070** 0.070**
F 9.484 10.774 12.115
DL ) ;2.5 p<0.05 ** p<0.01.

1

Fig. 1 Moderating effect of organization politics perception on PCB-abusive supervision relationship

2

Fig. 2 Moderating effect of negative reciprocity on PCB-abusive supervision relationship
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4 4
3 6
(B=0.026 (B=-0.096 p<
p>0.05) 0.01; B=-0.040 p<0.01) 4
(B=0.089 p<0.01) 3 5
5
4 (N=198)
Table 4 Hierarchical multiple regression of the moderating effect of abusive supervision ( N=198)
1 2 3 4 5 6
1.101 1.184 1.056 0.126 0.147 0.139
-0.094 -0.120 -0.090 0.004 -0.003 -0.014
0.106 0.092 0.107 -0.031 -0.031 -0.018
-0.056 -0.046 -0.023 0.013 0.012 0.016
-0.010 -0.007 -0.019 0.038 0.040 0.049
-0.165** | -0.182** | -0.178** -0.017 -0.019 -0.029
0.014 0.008 0.013 0.018 0.015 0.019
/AB 0.118** 0.1117%* 0.088 0.063** 0.056** 0.032
/LOC 0.084" 0.095" 0.020 0.021
/MOB -0.001 0.027 -0.038" -0.040"
AB* LOC 0.026 0.089**
AB* MOB -0.096** -0.040™*
R? 0.101 0.120 0.156 0.093 0.119 0.235
AR? 0.019 0.036" 0.026 0.116**
F 2.645 2.546 2.848 2.413 2.514 4.724
B ;2.5 p<0.05 ** p<0.01.
3

4

Fig. 4 Moderating effect of mobility on abusive supervision-subordinates’ withdrawal relationship

Fig. 3 Moderating effect of locus of control on abusive supervision-subordinates’ deviance relationship
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Relationship among psychological contract breach abusive supervision and
counterproductive work behaviors

WEI Feng' LI Yi®® LU Chang-bao® MAO Yan-bing
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Abstract: A growing body of researchers studied the conflicts in organizations such as psychological contract
breach abusive supervision and counterproductive work behaviors. But it was still difficult to explain the con—
catenated mistreatments among organizational agents managers and employees. Drawing on social learning the—
ory we examined the mediated and moderated relationships among them. Regression analysis of data of two
samples from 466 managers and their subordinates revealed that abusive supervision mediated the relationship
between manager perceived psychological contract breach and their subordinates’ counterproductive work be-
haviors; Subordinate’ s job mobility and locus of control moderated the abusive supervision-counterproductive
work behaviors relationship; Manager’ s negative reciprocity and perceived organization politics moderated the
psychological contract breach-abusive supervision relationship. We discussed the implications of our finding for
both theories and practices.

Key words: psychological contract breach; abusive supervision; counterproductive work behaviors



